
UCFV Faculty & Staff Association Newsletter November/December 2003 

Volume 12, Number 2 


From the Editor... 


What’s in a Newsletter Anyway? 

Recently I taught the newsletter in my 212 section, using W& V as an 
example of how such forms are adapted to a specific audience, develop 
a ‘personality’ reflecting particular purpose, etc., and — not surprisingly 
— that got me thinking in more analytical terms about our publication. 
Maybe it’s time to ask for a bit of your feedback as we’ve done in 
the past. 

Vis the editorial concept, I think I have finally mastered the Hemingway 
mode. But I’m tom because we, the members of the FSA, are all about 
Education and surely must range now and then into the realm of ideas. 
So what should the persona of the newsletter be, and how can it best 
be manifest in the lead piece which sets the tone? Let’s look at some 
options: One short and shrifty; the other, longer and perhaps more 
involving. Now, gentle reader, you can decide - — - taste-test the two 
below, and then complete a quick fun quiz at the end to help get you 
into the holiday spirit. 

Editorial A: Hi there 

Here is the newsletter. It contains reports and notices; please read 
them. Your union and the CIEA are working hard for you. Have a nice 
mid- winter celebration. See you in the New Year. 

Editorial B: When Trust is Gone, or Truth in Agonizing 

Everywhere you look, another scandal, hot new detecting software on 
the market, and so on. Cheating in school seems a big topic in the 
news. Just this a.m., for example, Nov. 18, 1 was reading in the Sun 
about the UBC yearly disciplinary report which catalogues recorded 
student ‘crimes’ and their outcomes: mostly, cases of cheating. Yet the 
tone of the piece is rather light, with the writer (Pete McMartin) poking 
fun and suggesting that, of course, he too cheated at university like 
everyone else. 

Certainly cheating’s something I think about, both in a general way, 
and specifically when I brush up against it. But I don’t ponder it with 


hilarity or even irony — frankly, when it happens to me, it hurts. 
Maybe I’m just too much of a dainty doily, but my reaction is 
emotional, even visceral. Not to be melodramatic, but there I am 
in front of the class week-to-week baring my soul, or at least 
wearing a piece of my heart on the proverbial sleeve by professing 
my ‘truth’ — only to have it slyly repudiated by students who 
apparently have no interest in what I’m offering, and want to 
cynically get past me to the ‘piece of paper’ that they despise 
and desire. That’s pretty damn personal, isn’t it? 

Trust, after all, is the basis of the teaching/leaming nexus, 
something we can all relate to from either side of the desk, because 
we all teach, at one time or another, and we’ve all been students 
and with life-long learning will continue to be. 

To leam, students need to willingly suspend their disbelief, at 
least briefly, in class. They also need to be humble: learning 
makes you sort of ‘humiliated’ in that it exposes ignorance and 
demands a child-like receptivity to delivered wisdom. On the 
positive side, the Latin root of ‘educate’ means ‘to broaden’, and 
that’s how I remember it being for me when I was a student, as a 
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youngster and then later as a somewhat world-wise (or so I 
thought) adult. As a mature student sometimes it was tough to 
be open to the experience, to give myself over to someone else’s 
vision, but I tried. I thought and still think that students must 
have faith in the teacher, that he/she can explain some of the 
mysteries of the world, and is not lying or misleading them for 
nefarious reasons. Teachers, in turn, need to trust that students 
will respect their ability to put forth a version of reality, and 
maybe, a smorgasbord of challenging information — though 
without necessarily accepting the instructor’s view of things as 
the capital ‘T’ truth. 

That’s why, for me, cheating is the worst thing in academia — it 
sunders the bond that holds it all in place, breaks the unspoken 
social contract that rules the classroom and the teacher/student 
dynamic. Or so I’ve always thought. Lately, I’m not so sure. 
Thinking about the recent moves of UBC, SFU, et al., to 
tumitin.com for enforced software analysis of all student writings 
— can we be far behind? — gives me something like the creeps. 
That means that cheating in school is the official norm nowadays, 
not the freaky exception. Apparently students cheat, and the 
uncontested rationale for us not doing anything much about it, 
or even talkin g about it, seems to be: Can you blame them? After 
all, the internet makes it so seductive, so easy. How can they 
resist? Besides, they feel insecure; they’re just kids, after all, and 
there is so much pressure on them to succeed. 

On one hand , we’re imbued with the notion that cheating is vile. 
That’s why I’mno longer just a simple educator trying to broaden 
the path to wherever, but also a default cop, inquisitor, cyber 
surfer, etc., spending hours online tracing the lines of deception, 
breathing e-distrust. Yet, on the other hand, what does it matter 
if everyone cheats; it’s kind of a joke (and is usually portrayed 
this way in film and t.v. — think of Bart Simpson). Besides, no 
serious consequences are imposed on cheats, so how important 
can it really be? Incidents occur; life budges on. Students caught 
plagiarizing “may lose credit for an assignment for the first time,” 
according to our own UCFV policy. Is that such a big deal? 

And if it isn’t a matter of importance, and is now the average 
behaviour, then maybe there is something seriously wonky with 
what we are doing in Education, or how we’re doing it. 

Postmodern Paedagogy 

I mean, should we consider a different approach, if plagiary is so 
endemic? If that much time and effort is devoted to fake research, 
why not turn the activity to a more productive direction? Co-opt 
it, is what I’m thinking, along the lines of that Confiician badition 
of all is fab in outsmarting the smart, while tweaking the nose of 
authority and thereby proving your canniness. (I guess that’s 
the way some students see me, as a problem, an obstacle to then 
freedom and happiness, and something to get around.) And let’s 
not forget the affirmative charge of ‘to cheat’ as in references to 
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the Grim Reaper, eye glasses, etc. Another positive is that it is pretty 
big business, when you consider the dollars brought in by tumitin.com 
and termpapersonline.com (corporate connection there, perchance?), 
and maybe we could cash in somehow in the middle ground. 

How about Creative Chicanery 101 , new on the Fall 2004 UCFV roster. 

I see it starting out with the great cheats of history, Simon Magus, 
Ferdinand Waldo Demera, Jr., Milli Vanilli, Lana Nyguyen, et al., then 
reviewing techno stuff like the latest research protocols vis Google, 
finally moving to practical mabers to do with stylistic analysis of 
selected texts for final ‘editing’. 

Hmmrn... Maybe I should put myself forward to develop CC 101, 
including an online incarnation, on the basis of beher knowing ‘the 
enemy’ so to speak. Let’s see: One plagiary ploy might be to back 
down some of the university work of current instructors and regurgitate 
it, in slightly modified ways for term paper assignments, on the time- 
tested basis that folks really do love to re-visit then own brilliance 
best. I could develop strategies for exams, too, like claiming 
incontinence and then sitting the test in the you-know-what where 
crib sheets galore could be stored on invisible-inked toilet rolls. We 
could even have a UCFV Best Copycat of the Year Prize, sort of like the 
current Essay one, with maybe a sidebar by the instructor who was 
completely fooled by the imaginative totally false document. (Think 
of the photo op potential, taking ‘sheepish grin’ to a whole new level 
of meaning in Headlines.) 

Students would certainly get on the band wagon lickedysplit and sign 
up in droves, thereby generating more of those highly desbed FTEs 
— should be irresistible to get credit for what comes so naturally that 
it’s like, well, doing your homework while e-mailing, chabing, surfing 
porn, down-loading essays, and other multi-tasking stuff at 
the keyboard. 

The Contest 

But what do you think, gentle reader, about our newsleber, that is? To 
make sure you’re gebing the kind you want, here’s a real simple 
questionnabe you can e-mail me back on, either at Groupwise or 
rdnhanski@shaw.ca 

1) What do you like most/least about this current issue? 

2) What would you like to see more/less of in future issues? 

Be as terse/Hemingwayesque or as expressive/Proustian as you like. I 
will put all the responses in the bans-galactic randomizer; and the 
lucky winner will receive a beat of holiday cheer for her/his submission. 

In the meantime, enjoy the following informative reports, and an 
insightful article from Past Pres Kevin Busswood on that perennially 
favourite topic for our demographic, LTD. Best for the season of 
tw inklin g lights, and thanks in advance for your input, 

-Ryszard Dubanski 
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From the president... 


It’s always a pleasure to give a president’s report 
where nothing bad or threatening is happening 
(at least, that I’m aware of). So, to fill in 
some space.... 

Remembrance Day 

As I type this, my fingers are cold, but I’m in the mood for writing. For 
the second year in a row I’ve been to the Remembrance Day march to, 
and ceremony at, the cenotaph in Vedder; and I’ve just got back home. 

I appreciate the ceremonies. To see what others have done on our 
behalf is important for putting what we do in context. Compared to the 
sacrifices others have made, our own little squabbles in our own little 
all-too-isolated ivory tower can be seen in context. 

In addition to connecting to the past, the laying of the wreaths by 
many individuals, military and civilian organizations, churches, 
educational institutions, businesses, etc., is a good reminder of the 
closeness of the communities in which we live. Sometimes as academics 
we get caught up in our own sense of pompous pseudo-intellectual 
self-importance and forget we are but a small, replaceable cog in a 
greater integrated machine. 

Social 

Speaking of integration, I’m pleased to say that the FSA bowling event 
was very much enjoyed by all that attended. Part of the reason for this 
event was to get members of different stripes to meet and play together; 
and even though participation from Faculty was small, it was still a 
great success. My congratulations and thanks to the FSA social 
committee for organizing it. 

Contract 

Your contract is still being prepared. Shelley, our Contract Chair has 
been slowed down a bit by the birth of her daughter, but we are 
optimistic to get the contract completed before it expires. Mama Levae 
has joined the process and is providing some much-needed muscle to 
the task. She has re-organized Chapters 14 and 3 1 so they are easier to 
understand. At least, it was until one of the worms got into the network 
and chewed up the document. Carol is, as I write, trying to put it back 
together! There is an old Union trick of trying to make the language in 
the Collective Agreement as undecipherable and as ambiguous as 
possible, then pushing hard to the best interpretation for the members. 
Personally I don’t hold to that approach. I believe that ultimately there 
is a zero sum gain. Any gains we get by slight of hand means we won’t 
be able to get gains later through the front door. In the long run it pays 
to be nice. 

We are thinking about starting bargaining, but likely not much before 
January. The other locals are bargaining this year too. The UCFV 


Executive voted unanimously to NOT have a central table this 
time. Mama Levae, Norm Taylor and I took this vote forward to 
the CIEA bargaining conference; however the vast majority of 
the other CIEA locals voted for a central table. If we compare 
salary gains we have made in BC (with the CIEA-dominated central 
table) we see how poorly we have done. Our Staff, for whom we 
bargained locally, have done better than the Faculty over the last 
few years. In my view the central table approach may be good 
socialism, but lousy economics. 

Just because CIEA will request central bargaining, it does not 
mean the employers will agree. We await their decision with 
some interest. 

Our last bargaining round was quite open. We simply put our 
cards on the table and worked with Management to get the best 
deal with the resources at hand. Central bargaining will add many 
more players that do not have such an open approach. Ergo if 
central bargaining goes ahead, we will not be able to bring you 
too much news as it happens. 

In the last round we allowed Faculty a lot more freedom by making 
overloads available to them if they wanted (and if they were 
available). From the President’s chair I am hearing this to be even 
more popular than we had imagined it would be. Some Faculty 
members are teaching two overloads per year and therefore making 
$84,129 per year. Others are choosing to do overloads each year, 
banking them, and will take time off later. Not only does this allow 
half-year sabbaticals to be translated into a full year sabbatical, 
but Faculty can give themselves a semester off every 3 years in 
addition. I’ve also heard Faculty talking about a do-it-yourself 
phased-in retirement where they will bank a large number of 
sections now, then slowly withdraw them during their last few 
years, so as to keep full pay, benefits and pension, but ease the 
work down gradually. Most CIEA locals are strongly opposed to 
overloads; we are a bit unusual in our ‘free enterprise’ mentality 
here in the Valley. Time will tell who has the better approach. 

-Tim Cooper 
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Staff Grievance 


When I started in this position, I was told that this time of year is 
traditionally fairly quiet, with things getting busier after Christmas. 
However, it has been extremely busy and chaotic for me this Fall, 
and I’m hoping things level off rather than increase! The nature 
of this position is unpredictable, of course, since how can we 
know when an issue will arise or a question come up for a member? 
In any case, I’ve been working very steadily on a wide variety of 
issues and thus am learning an awful lot as I go along. I have had 
the opportunity to advocate for many of you and have found 
that, for the most part, we are able to come to resolutions that are 
satisfactory to all involved. I’ve found that our Management is 
very committed to finding solutions that benefit the members as 
much as possible, while adhering to policy and maintaining an 
effectively run operation. 

While I have no formal grievances on the go at the moment, I am 
working on many general inquiries for members, and one 
harassment policy proceeding. I am also heavily involved in the 
clean-up of language and the re-writing of a couple of articles in 
the Collective Agreement. I’m sitting in on four different Staff 
SACs this month, partly as a learning experience, and partly at 
the request of members who were not confident in the impartiality 
or objectivity of the processes. 

At the end of November, I’m attending a workshop at the Justice 
Institute on The Organizational Response to Bullying in the 
Workplace. Unfortunately, this is a very timely and relevant course 
for me to attend. Sadly, I have lately spent about 75% of my time 
on issues of conflict between members. The situations range 
from mis-communications and personality conflicts to harassment 
and bullying types of behaviour. Most often, these are not 
situations that are ‘grievable’ per se, and I view many of them as 
really the result of managerial issues. Thus, although I put in a 
great many hours on these issues, in the end, there is not a lot the 
FSA can do to resolve them — we can simply support and 
advocate for the members, and bring these situations to the 
attention of Management. In the case of colleague vs colleague, 
it is up to the individuals to make changes or mediate, or up to 
their superiors to assist in providing resolutions for their areas. If 
there is a supervisor/subordinate relationship involved, things 
can be more complicated because of a power imbalance, so those 
issues sometimes require intervention and different resolutions. 

I would encourage you to think about your own work situations 
and do what YOU can do personally to address any issues of 
this nature that may arise: 

• Are you dealing with stress at home and perhaps taking it 
out on your co-workers? Please take advantage of our 
Employee Assistance Program, and utilize some of the very 
beneficial services our employer has made available to us. 


• Are you being spoken to or treated in a manner that you are not 
comfortable with, but are not speaking up? Please ensure that 
you let others know how you feel and that you do not appreciate 
whatever is being done. Tell the person directly, and/or tell your 
supervisor. Too often, these issues are left to fester for long periods 
of time, but could have been resolved if only one person had 
spoken up in the first place. 

• Have you given some thought to how you may disrespectfully 
speak to, react to, or treat a colleague? Sometimes we have been 
working together so long that we feel more like family members, 
with all those kinds of convoluted relationships that families may 
involve, and we may behave in unprofessional or overly familiar 
ways. However, we should each try to treat our colleagues the 
way we endeavour to treat students or the general public — with 
accommodation, dignity, discretion, politeness, and respect. 

• Do you have a conflict with a co-worker that you have tried to 
resolve to the best of your ability, but it still lingers or grows? 
Please consult Keith Barker, our Conflict Resolution Advisor. Not 
only is Keith very approachable, friendly, knowledgeable and 
professional; he is an independent consultant, not an employee 
of UCFV, so dealings with him are completely anonymous and 
discreet. Keith does not report to UCFV Management or to the 
FSA on whom or what he deals with. His mandate is to try to 
discreetly resolve disputes between parties before they go too 
far to be able to be mediated, and before they need to involve 
your superiors or anyone else. 

• Are you a ‘middle-manager’ or supervisor who is aware of conflict 
in your department, but is ignoring it and hoping it will go away 
because you don’t feel comfortable or don’t have the skills to 
deal with it? Please consult your superiors or senior Management 
for assistance in dealing with the situation, or for training that will 
enable you to address these issues when they arise. 

• Asa manager or supervisor, are there organizational or managerial 
issues that you have not addressed that may contribute to 
confusion or conflict in your area? (Such as job descriptions, 
evaluations, procedures around overtime or vacation 
allotments, etc.) 

• Often, I see that employees are working withNO job descriptions, 
or inaccurate job descriptions — which creates confusion around 
duties and responsibilities, parameters, or reporting structures, 
etc. Also, jobs that have not been reviewed by JCAC (ever, or for 
many years) have often grown so much that employees are 
attempting to manage a workload way beyond reasonable 
expectations, and thus are completely stressed out 
and overwhelmed. 

• As well, evaluations are often not done on a timely basis, which 
means that employees are not getting the feedback they should 
— positive or otherwise. 

• Also, if policies and procedures, such as those around overtime 
or vacation, are made clear to the department, much confusion 
and hard feelings could be avoided. 
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• As a manager or supervisor, please ensure that you are 
addressing these types of issues adequately and regularly 
so that your staff have accurate parameters, guidelines, and 
expectations under which to do their jobs. Consult Employee 
Relations if you need assistance with any of these areas. 

And of course, please contact me anytime, or any other member 
of the FSA Executive, if you need clarification on your rights 
under the Collective Agreement, or simply have a question or a 
concern you’d like addressed. Together, we can work towards an 
environment that is comfortable and respectful, supportive and 
effective for all employees. 

-Marna LeVae 



December Diversity 


In today’s multicultural world, and office, there will likely be many 
faiths represented during the holiday season. You can’t assume 
any longer that everyone’s celebrating Christmas, or even Christmas 
and Hannukah. Familiarize yourself with all the holidays coming up: 

• Eid al-Fitr (Muslim) around November 25th; 

• Saint Nicholas Day, December 6th; 

• Bodhi Day or Rohatsu (Buddhist), December 8th; 

• Fiesta of Our Lady of Guadalupe (Mexican), December 
12th; 

• St. Lucia Day (Swedish), December 13th; 

• Hannukah (Jewish), December 1 9th; 

• Winter Solstice (various-Shabe Yalda in Iran, Dong Shi in 
China), December 22nd; 

• Kwanzaa (African American), December 26th; 

• Boxing Day (Australia, Canada, England, Ireland, Scotland), 
December 26th; 

• and Omisoka (Japanese), December 3 1 st; 

• Christmas in Russia, January 7th 

For a brief description of all these, go to http://zinos.com/cool/ 
zinos/scan/se=AR007972/sp=view_article/rs=ves/go.html 


‘Internal* Status Definition 
for Staff & Faculty 


As several questions have come up lately around the definition of 
‘Internal’ status in regards to job postings and hiring, here is an 
explanation of term and its implications: 

Internal Postings — An internal posting does not mean that UCFV 
will only accept applications from internal candidates; anyone is 
welcome to apply. However, there is an assumption that there will be 
an adequate pool of qualified internal candidates interested in the 
position, and therefore the posting is not being made externally — 
in the newspapers, etc. (Whether internal or external, postings are 
always put on the web site.) 

Internal Applicants — Internal applicants are defined as regular 
University College employees, hired pursuant to a standard SAC 
for a posted position, who are members of the FSA in good standing, 
including those on the lay-off list and those on the on-call list. 
When there is a minimum of four internal candidates who meet the 
essential criteria for a posted position, these candidates will be 
considered to constitute the first round of interviews. 

Internal Status for Permanent Staff and Faculty — Staff members 
who hold ‘A’ contracts, and Faculty members who hold ‘B ’ contracts, 
and who meet the criteria outlined in Internal Applicants, above, are 
internal candidates. 

Internal Status for Part-Time Staff — ‘C’ contract Staff members 
(50% or greater for a term up to a year) and ‘D’ contract staff members 
(less than 50% for a term up to a year) who meet the criteria outlined 
in Internal Applicants, above, are considered internal for the purposes 
of applying for a UCFV position for 5 months after the completion 
date of a contract. 

Internal Status for Sessional Faculty — Sessional Faculty members 
who meet the criteria outlined in Internal Applicants, above, are 
considered internal for the purposes of applying for a UCFV position 
for two consecutive regular academic terms, after the completion 
date of a contract. 

Hiring Priority for Internal 
Candidates: 

An internal candidate who applies for and meets the criteria of a 
vacant position is given preference over an external applicant who 
has equal or less qualifications to meet the criteria of the position. 

In the case of internal candidates who are judged equal in a 
competition, a permanent employee is given preference over a part- 
time contract employee. 

In the case of two internal candidates who are judged equal in a 
competition and where both have equal contract status (for example, 
both have ‘A’ contracts), preference is given to the candidate with 
more seniority. 






Words & Vision 


Nov./Dec. 2003 


JPDC Co-Chair 


Faculty Sabbatical Leaves 


Second Faculty Vice President 


An FSA rookie, I’m a bit worried about this, my first contribution 
to W& V. I’ve read many issues over the years, and I have always 
been entertained by the highly literate prose, insightful allusions, 
and references (of which I may get 50%). Sigh. Anyway, off I go. . . 

It has been well over six months since I was elected (by 
acclamation!) to the position of 2nd Faculty VP, and there has 
been lots to learn. Starting with the CIEA AGM in Prince George, 
the FSA retreat in Harrison, bargaining conferences in Vancouver, 
full FSA Exec meetings, Table Officers meetings — well, it’s a 
good thing we humans are social animals. By far the best part of 
the j ob has been the people I’ve met and worked with, in particular 
the other members of the Social Committee: Connie Cyrull, Lisa 
Gower, Colleen Olund and Laura Naydiuk, with help from Margaret 
Brackett and others. The last event that this committee organized 
was Fun Nite at the Galaxy Bowling Alley (special thanks to 
Collen’s family, the owners, for putting up with us). My main 
contribution was panicking while helping our Staff Grievance 
Chair, Mama Levae, at the door, selling 50/50 and prize tickets. 
(Thanks also to Mama for showing more sangfroid than I did.) 

My main discovery that night was that I am a pretty hopeless 
5-pin bowler. Still, there were some highlights — like bullying our 
FSA President, Tim Cooper, into playing more games than anyone 
should, or holding his hand while rolling the ball into the gutter 
(hey, we tried to get a female member into our team for this part of 
the event, but they all declined the honour). I look forward to the 
photos and impending blackmail attempts. Our next project is the 
FSA Christmas party — I urge everybody to buy a ticket and 
come out and enjoy. 

As for union duties, in the next few months as FSA’s Pension 
Advisory Committee rep, I hope to become more familiar with the 
pension plans for both Faculty (College Pension Plan) and Staff 
(Municipal Pension Plan). Both are administered through the BC 
Pension Corporation (along with the Teachers and Public Service 
plans). To begin with, there will be some important news on the 
Faculty pension around April or May. Faculty premiums (i.e., the 
contributions you make) are likely to go up by 1.5% of salary, 
from 6% to 7.5%. The reason for this is that the pension plan 
made so much money at the time of the next-to-last actuarial 
evaluation (August 2000) due to the stock market boom that a 
‘contribution holiday’ for both employee and employer was 
declared. With the current market situation, that ‘holiday’ is 
probably over. The results from the last actuarial evaluation done 
in August 2003 will be known late this spring. Cross your fingers. 
Similarly, the Staff plan goes through the same type of actuarial 
evaluation this December, but I am not yet sure if the situation is 
similar there. 


Important Information for all Faculty, Lab Instructors, 
Educational Advisors and Directors 

The deadline for applying for a Faculty Sabbatical Leave is Friday 
December 12 th . As you may recall, the sabbatical leave replaced the 
old faculty educational leave in the 2001 Collective Agreement, and 
over the past two years a number of questions and concerns have 
been raised. I’m going to try to provide information about the process 
that will be followed this year. 

The Faculty Sabbatical Leave (FSL) Plan is for all Type B Faculty, Lab 
Instructors / Educational Advisors and Director employees. Every 
seven years a faculty member can access a sabbatical. While the 
details of the leave vary somewhat depending on the type of faculty 
contract you have (see Article 24.3c for details), everyone gets four 
months of leave at 90% pay, and can attach this to their vacation 
period thus extending the time. So, if you’ve been working for UCFV 
for seven years or longer as a Type B, you should be seriously thinking 
about applying. 

In order to access a sabbatical leave, you must: 

a. Provide a detailed sabbatical leave plan, with realistic goals and a 
system of reporting. Use the application form available in the 
Forms section of the UCFV Research Office: 

http ://www.ucfV.bc .ca/ dril/Research.html 

Your proposal can be a research project, a teaching and learning 
project, or another project that would be of value to you 
professionally and to UCFV. 

b. Get the approval of your department. Departments are given the 
responsibility for providing the substantive assessment of the 
merits of the proposal. Departments also have to co-ordinate the 
order in which department members will be away on 
sabbatical leave. 

The Joint Professional Development Committee (JPDC) will review 
these applications through a faculty subcommittee with representation 
from all major divisions. Barry Bompas and I will be the co-chairs of 
the subcommittee, and Yvon Dandurand, Dean of Research and 
Industry Liaison, will join us. 

So please start working on your proposals, and get them in to Kasey 
Merritt, Employee Relations, by December 12 th . If you have any 
questions you can contact Barry, Kasey, or me. 

-Kim Isaac 


-Norm Taylor 
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As I am new to this position and new to unionism in general, I thought 
that I would begin my term with an examination of what the expectations 
or role the FSA Status of Women Rep position might include. According 
to FSA policy, the major duties of the position include: 


• Work to ensure that 
institutional initiatives 
and activities reflect a 
recognition of the need 
for gender parity and 
are free of sexist 
content. 


• Remain cognizant of 

initiatives through 
government relating to women. 


• Work cooperatively, as appropriate and feasible, with other 
organizations and institutions involved in status of women- 
related activities. 


• Act as an advocate for the rights of women in the college 
and institute system in BC. 

In response to these items, starting in January 2004, 1 will be available 
to meet with members every Thursday from 12:30 to 1 :30 p.m. in the 
Community Women’s Centre at UCFV. If this time is not convenient for 
members, I am available by email at rnichelle.derners@ucfV.ca 


Status of Women Committee 
Meeting: November 7-8 

I had the opportunity to meet with SW Reps from around the 
province. It was very interesting to hear what life is like at our 
sister institutions in CIEA. Key topics that were addressed at 
this meeting included: 


• Bargaining Issues. 

• Bereavement Leave. Discussion 
explored the expansion of Bereavement 
Leave to ten days from the current five. 

• Compassionate Care Leave. 
Discussion focused on the expansion 
of the definition of family to include 
“family of choice, in-laws, as well as 
anyone that has acted in a ‘parent-child’ 
relationship”, i.e.: the relationship 
between a foster parent and child. 

• Student to Faculty ratios in Counselling 
and Library Services. 


Family Friendly Survey 

Please watch for this survey in your 
mailboxes in early January. The SWC is 
interested in how Faculty and Staff members 
balance their lives between home and work. 
This survey is designed for all members, 
not just those with children in the home. 
Please take the time to fill it out and return it 
to FSA office. 


White Ribbon 
Campaign 

Two Ribbon memorials will be on display 
around UCFV in the week leading up to 
December 6 th . Please join us in calling for an end to violence in 
our society. Look for the displays in the Great Hall and the 
Roadrunner Cafe on the Abbotsford Campus and near the 
Cafeteria in Chilliwack. 


Montreal Memorial 

To celebrate and remember the lives of the fourteen women who 
died in Montreal on December 6,1989, please join us for a 
Candlelight Vigil on Thursday, December 4 th at 4:30 p.m. This 
event will take place in the Breeze way between A and B buildings 
and is co-sponsored by the SWC and the Community Women’s 
Centre of UCFV Candles will be provided. 


• Establish a Status of Women Committee within UCFV. 

• Organize and offer 
workshops and other 
forms of 

educational activities. 

• Develop a plan of 
activities for the year 
to address 
women’s issues. 

In addition, the responsibilities of 
the Status of Women Rep. could 
involve any activities which 
contribute to an improvement in 
the status of women within UCFV. 

According to the CIEA SWC, 
such activities should address 
both the current and future needs 
and interests of the women 
working at the local. Included in 
these responsibilities are: 


-Michelle Demers 
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LTD & Early Retirement 


In the arc of every professional career there comes a moment, or 
a series of moments, when you realize that you have peaked and 
that the rest of life is a long slow downhill slide to incontinence 
and senility. People respond to these moments in different ways. 
I offer my own humble proposal as a way, not of reversing the 
slide, but of extracting the maximum of enjoyment from it. 

UCFV, like many institutions, recognizes that employees need 
opportunities for ‘regeneration’ and professional development. 
You can avail yourself of research options, PD grants, sabbatical 
leaves and so on. Yes, they all serve to provide some brief 
moments wherein you can attempt to charge the batteries, 
remount the professional steed, so to speak. But are they enough? 
Do they really offer what you need? I submit that they do not. If 
you’re like me, what you need is rest, relaxation, and the 
opportunity to watch all of the Seinfeld and Becker episodes that 
you missed while obsessing about teaching and marking. 

Please consider iong term disability’ or LTD. LTD offers an 
escape from the tedium of the class and committee room. Our 
LTD plan will pay you the equivalent of your take-home pay until 
you reach 65, at which point you can retire on your pension. 
Sounds wonderful, but there is a catch — LTD must be pursued 
with the discipline and rigour of a military campaign. This is not 
a strategy for the faint of heart or weak of spirit. LTD is an option 
for the profoundly, vigorously dysfunctional professional. If 
you have every considered faking your death and starting life 
over, LTD may be for you. If you have toyed with the idea of 
taking a class hostage and sending out the bodies of students 
one by one, then LTD is for you. If you think that the Liberal 
government of BC does not have your best interests at heart, 
then LTD is definitely for you. 

What follows is a brief primer on how to get LTD. I must ask that 
you keep these instructions secret — if they were to get out, the 
system might be thrown into chaos. 

A long term disability is an illness or condition that both prevents 
you from fulfilling the essential duties of your position and has 
little likelihood of inproving in the short or medium term. These 
are challenging requirements, which many people do not 
adequately meet. The standard response is to invoke somet hin g 
like Chronic Fatigue Syndrome or Stress. I hasten to point out 
that while these can be serious conditions, they involve you in a 
protracted struggle with the insurance carrier, a struggle which 
many lose. The reason is simple. CFS and/or stress are conditions 
that insurance companies find suspicious. Apparently, in other 
institutions, our colleagues fake these symptoms in order to 
escape their duties. As the rate of fraudulent claims increase, so 


too do the efforts of the insurance companies in disproving and 
rejecting such claims. 

Take my own case as an example. In 1995 I determined that I was 
through with students. They were starting to annoy me. Having 
studied at the feet of some truly creative ‘work-shy’ artists (who shall 
be nameless), I determined to acquire a condition that would exempt 
me from all duties except those that I specifically chose. The internet 
is your friend in this regard. With just a little research, I hit upon the 
perfect disease — “Inclusion Body Myositis” (IBM), a neuro-muscular 
disease in which the immune system attacks and destroys the muscle 
tissue in key areas of the body. The disease is untreatable and incurable. 
Wonderful! Now, you don’t have to choose IBM; in fact you probably 
shouldn’t, since I have that one sewn up and it’s a little too rare to 
have more than one case in the same institution. Any of the neuro- 
muscular diseases will do. Be creative. There are lots of them 
out there. 

Having chosen the disease, I memorized the symptoms and set about 
to find the appropriate doctors to complete the diagnosis. This is an 
important point. With CFS and other like conditions, it’s not only 
insurance companies that are suspicious. Doctors don’t like to make 
the diagnosis — they especially don’t like to make it in writing. With 
IBM, however, you have the advantage of a disease of which many 
physicians have never heard, coupled with a range of symptoms that 
are quite unambiguous. 

Still, having the medical community on your side is only half the battle. 
The real challenge involves the simultaneous setting of the stage in 
the workplace — getting your co-workers and the bosses to recognize 
that you really shouldn’t be around. Don’t take this step lightly. 
Approach with discipline; make careful notes and follow each 
step carefully: 

Step One: Dropping Hints — Over a period of a few weeks or months 
you must begin to evince a few symptoms of malaise. In my case I 
took to dropping things, followed by a shake of the head, a rueful 
smile, and an offhand remark such as, “Gee, I’m clumsy today. I don’t 
know what’s got into me.” You need to do this in a variety of settings 
and in front of a significant number of co-workers. Choose wisely; 
find witnesses with credibility. Don’t be like the poor klutz in the 
Alfred Hitchcock story where, in an effort to win the distance pool on 
an ocean liner, he jumps overboard (hoping to stop the ship) in front 
of a witness. We then learn that the witness is a mental patient who is 
led off the deck saying: “But he jumped, I saw him.” Anyway, you take 
my point. Having credible witnesses to the early manifestations of 
“your condition” can be of great advantage later on. You are also 
creating a perception of yourself as a fighter — who will soldier on in 
spite of illness. 
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Step Two: Things Get Serious — Here you begin to show some of the 
serious effects of the disease. In my case, I began to limp as well as 
dropping things. Carefully add symptoms as though the disease is 
progressing. Here you may encounter some resistance. People are 
slow to pay attention and sometimes you need to startle them in order 
to have something register. Mental problems are an excellent choice 
here. Non-sequiturs, slurring of words, repetitive and rhythmic 
movements of the body or upper torso — these are all excellent markers 
for the employee in trouble. Twitches are also good, but must be used 
sparingly as they tend to become habitual and can be difficult to discard. 
I used a facial tic which became ingrained and began to frighten the 
dog. It took me weeks to get over it. 

Step Three: Bringing it Home — In this stage you create a crescendo 
of symptomology such that colleagues and/or bosses insist that you 
get medical help. Shouting expletives as you pass Skip’s office is a 
good choice in this phase. If that doesn’t work, you can be caught 
urinating in a plant in someone’s office. When confronted, appear 
confused and embarrassed. Clearly you need help. The conclusion of 
Step Three should involve visiting the necessary specialists and 
displaying your grasp of the symptoms such that diagnosis of your 
chosen disease is inevitable. Victory is within your grasp; don’t blow 
it now. 

Normally, this would mark the end of your campaign. After a visit or 
two with Diane or Barry, during which you submit the letters from your 
medical team, you are sent home to live out the balance of your 
professional life in a quiet and reflective manner. You will be re-assessed 
every three years or so and must forever remain on your guard. That 
van down the street may contain a hidden video camera. Your 
neighbours may be approached regarding the fact that you were seen 
lifting roof beams off of a semi-trailer in order to build a new addition. 
Be careful. Choosing LTD is a lifestyle decision. You are now engaged 
in a performance that must be maintained at all times. There is no thin g 
more humiliating than being confronted with a set of photographs 
chronicling your apparent good health while living on LTD. 

I offer one final set of instructions for those, like me, who choose 
partial disability rather than full LTD. As I said earlier, my goal was to 
liberate myself from all those activities which I did not choose. I’m 
perfectly happy to do some things so long as they don’t interfere with 
my ability to take frequent naps during the day. Partial disability has 
the added advantage of making you seem a “good soldier” — one who 
struggles on in the face of adversity. 

The creative implementation of partial disability takes us back to the 
importance of Step One. You will recall that this is the stage where you 
establish yourself as a warrior of sorts. Practice a variety of pained but 
ennobled expressions, as though you are concentrating despite the 
fact that your body is letting you down. This creates an urge in your 
co-workers to do things for you, fetching coffee and a muffin, say, or 
saving you the best seat at meetings. This will also give you the 
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perfect excuse to leave meetings early. “Oh dear, Kevin’s having 
a bad day.” 

Having the right disease in partial disability is also important. 
IBM for example is almost impossible to remember. Those whom 
you encounter only occasionally will be forced to ask each time: 
“What is it you have again?” They feel edgy, even ashamed as 
you patiently remind them of the name once more. People will 
also tend to blurt out the hope that you’re feeling better and 
perhaps recovering. This allows you to put on your most saintly 
expression as you tell them yet again that there is no cure and 
that the disease is progressive. Such conversations become a 
currency that you can spend in a variety of ways to ensure that 
you do only what your selfish little heart desires. In my own 
case, this has meant that I have not seen any students for over 
two years now. I tell a lie — I did run one over while backing into 
the cripples’ parking in front of B building. Again, my apparent 
confusion and embarrassment allowed me to escape any 
disapprobation. (Having a disabled sticker also means you never 
get wet when parking). I haven’t even touched on the great 
advantages that disability creates for you outside the workplace. 
Perhaps I will explore that in another column. 

I’m sure there are those who are horrified at what I’m suggesting. 
To those self-righteous souls I can only say: “Show me a better 
path to freedom.” As I said, however, LTD is not for the faint of 
heart. It must be sought with diligence and pursued with discipline. 
If all of this seems a bit daunting to you, be of good cheer. 
President Tim has committed to putting on a series of workshops 
for those who wish to avail themselves of the LTD option. Your 
union is at work for you. 

-Kevin Busswood 
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CLC Mid-Term Conference - November 14/15, 2003 


I was very privileged to attend, on CIEA’s behalf, the Canadian 
Labour Congress Mid-Term Conference in Ottawa, October 17 to 
19, 2003. The theme of the conference was organizing: “Building 
the Movement - Unions on the Move”. I was one of only two 
NUCAUT delegates, the other being the Treasurer, Don 
MacGillivray, from Cape Breton, NS. 

The format of the conference was excellent, with five plenary 
panel-presentation sessions, each followed by workshops which 
retained the same small group of participants for the duration of 
the conference. The panel sessions were introduced and chaired 
by the CLC president, secretary-treasurer, and executive vice- 
presidents. Iprovide some presentation highlights frommynotes: 

Session 1: Setting the Scene - 
Changes and Challenges 

Grace-Edward Galabuzi, ofYork University (moving to Ryerson) 
talked about the unfortunate creation of a “South within the 
North” among workers within Canadian society. He noted the 
development of an underclass of highly-skilled immigrants whose 
underemployment has led to a surprisingly higher level of poverty 
than that of their less-educated immigrant counterparts. 
Immigrants are highly concentrated in the precarious work sector 
(hence “South within the North”). 

Charlotte Yates of McMaster University focused on union- 
organizing and renewal strategies. She noted that while unions 
are somewhat retaining their membership, they are losing their 
power and influence. She talked about a significant racial divide 
in the workplace, and a segregation of women and youth as well. 
She referred to the fear of changing priorities that accompany 
new membership. She emphasized the need to expand our sectors 
beyond our traditional and current areas (without raiding or 
poaching), with strong federations helping with the organizing 
of smaller units; practise “what we wish for ourselves we desire 
for all”! 

Gregor Murray of Montreal University, stressed that while union 
membership maybe increasing, density is decreasing. We cannot 
be complacent {in our sector, if we see an increase of jobs in the 
private sector, we must organize those workers - including 
overseas colleagues being hired via P3s!}. We must expand our 
social-union agenda, moving away from bread and butter issues 
and traditional priorities. The “union advantage” desired by our 
young and visible minority colleagues is incongruous with the 
tired ways of the union; they want to see an active democratic 
process; they want to see their own in union leadership positions; 
they desire an inviting, participatory environment. 


Greg Combet, the General Secretary of the Australian Council of Trade 
Unions, noted that the Australian experience and trends are very similar 
to ours. They have seen a huge growth in their precarious, casual, 
work-force. Unlike us, they do not have a RAND formula, and they 
have a lot of non-members in unionized workplaces. 


Wade Rathke, Chief Organizer SEIU Local 100, and ACORN 
(Association of Community Organizers for Reform Now, USA) talked 
about the “living wage” movement in several parts of the US, to 
counter the low national minimum wage of $5 . 1 5/hr. For example, in 
Boston the minimum “living wage” is $ 1 3/hr plus benefits. 

Deena Ladd, Coordinator of TOFFEE (Toronto Organization for Fair 
Employment), pointed out that the contingent jobs of today are not 
too different from 100 years ago. The response then (among other 
things) was to organize. One in three workers in Canada today hold 
precarious jobs (part-time, contingent, no benefits). In Ontario, the 
minimum wage of $6.25 has been frozen for eight years! She talked 
about the increasingly large role of temp-agencies, which are 
completely un-regulated. 

Michele Audette, President of the Quebec Native Women’s 
Association, gave an impassioned speech on the on-going struggle, 
failures and successes, of native women workers. 

Session 3: Challenges of Declining 
Union Density 

Gloria Johnson of the CWA talked about her Coalition of Labour 
Union Women that numbered 330,000 members in the US in the 1950s, 
but only 80,000 today. In the US, most of the recent organizing 
successes have been with women and workers of colour. Organizing 
needs more than a “staff organizer” {e.g. our Barb Brown} . If serious 
about organizing in the US, they must change the political picture in 
Washington (Bush must go). She expressed a rather disturbing concern 
that unions are stripping minorities of their voices. 

Stan Roper of the UFCW (Ontario) pointed out that the union density 
among Ontario’s 100,000 agricultural workers is 0 (zero)! He described 
the “Justice for Agri- workers” campaign, particularly with regard to 
Ontario’s 16,000-plus migrant workers. 

Michel Arsenault of the USWA and Vice-President of the Quebec 
Federation of Labour shared the three reasons for organizing success 
in Quebec: (1) good labour laws; (2) a lot of resources ($) towards 
organizing; and (3) the provincial federation has made organizing a 
priority. Because of their no-scab legislation, there is no fear of losing 
your job for joining a union in Quebec. The federation has a $5 billion 


Session 2: Dispelling Myths - 
The New Community Reality 


© 
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solidarity fund, and many full-time, trained organizers. They set 
organizing targets (annual, 5 -year), and organize in non-traditional 
areas, including the self-employed (e.g. 18,000 taxi-drivers). Quebec 
thus has the country’s highest union density (Newfoundland is 2 nd ). 

Alex Dagg of UNITE (Ontario) noted that out of all new jobs created in 
Canada, only 8% are unionized. There are two provinces with very 
bad labour laws (BC and Ontario), where viciously anti-union 
employers get away with very light penalties for breaking the law. She 
provided the example of CINTOS, the uniform manufacturing and 
laundry service with 17,000 workers in North America, a “principally 
non-union company” that spends $3400/mth/worker to remain union- 
free! ! They incidentally operate uniform manufacturing sweatshops 
in Haiti, where they pay their workers less than the minimum wage 
of$0.22c/hr. 

Session 4: Bringing Young Workers into 
the Labour Movement 

Six young presenters talked about the fact that more than any other 
group, young workers want to join a union, yet only 12.6% of youth 
workers are unionized (and a mere 5.7% when seasonal employees are 
included). They claimed that youth don’t need to fit in, anymore than 
unions need to change to accommodate them (and “accept youth as 
youth”). We need to create a comfortable space for youth in our 
union families. Youth learn from mistakes, so we must give them a 
chance. Unions can leam from youth’s interest and commitment to 
social issues (e.g. anti-war). There’s more than one union way of 
doing things. The CLC mid-term conference was preceded by an all- 
day Youth Forum, so the number of youth at this conference was 
significantly higher than normal. 

Session 5: Union Innovations and 
Sectoral Challenges 

Robert Blakely of the Canadian Building Trades told us that while 
their industry has grown by 44% in 5 years, their union membership 
has remained stagnant. Their work now covers only 35-40% of the 
market; they would like to get back to where it used to be, 80% (more 
or less a monopoly). 

Pradeep Kumar, of Queen’s University, questioned not only what our 
vision for Canadian unionism was, but also stressed the need to 
articulate it. Not just what unions do, but how we do it. Our 
organizations and decision-making processes need to change. Union 
culture needs to become more inclusive, more democratic and more 
participatory. Our long-term vision should be for unionism to be rooted 
in our communities and everyday lives. The CLC must provide help 
and leadership in better articulating how unions are (or can be) the 
vehicle for social change. 

Elaine Bernard, of Harvard University’s Trade Union Program, exhorted 
that business has a clear, single objective: profit. Our single objective 
should be: power - everything derives from this (fairness, dignity, 
etc.). The sources of this power are diversity (if not embraced, can 
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destroy us) and democracy (true, active, participation). She 
claimed that minorities have never been actively welcomed to 
our unions. No one path to power; no single good union structure. 
We need to move into areas where we aren’t; our “sector” is 
much wider than we have been willing to accept {consider 
privatization and contracting in/out}. Our members all need to 
experience a “union moment”; union leadership needs to 
facilitate this! 

In the wrap-up session: Where Do We Go From Here, President 
Ken Georgetti shared that the CLC Executive has noted three 
clear objectives for the CLC as a result of the deliberations at 
this conference: 

1. have a political action and legislative agenda 

2. change/evolve our union culture, and organize as a 
movement, not in isolation 

3. increase our union profile within our communities 

Additionally, we heard federal NDP leader Jack Layton speak to 
us, and participated in a rally on Parliament Hill in support of an 
anti-scab (Bloc Quebec - sponsored) bill that was scheduled to 
be voted on, the following week, in the House. 

A wonderful conference! I could have shared a lot more, but I’m 
sure many of you have found this more than enough. All the 
same, I do have a thick file of reports and statistics that I can 
share with any of you further interested. I hope we consider 
adopting, within CIEA and at your Locals, some of the 
suggestions put forward at this conference. 

In solidarity, 

-. Dileep Athaide 
Secretary/Treasurer, CIEA 


Notes and Notices... 


Recent UCC Faculty Rep Vote 

I was surprised and delighted with the number of members who 
took the time to vote in the recent UCC election for FSA Faculty 
Rep. I am appreciative of all who voted, and especially those who 
voted for me. 

With the voter interest shown, one might have thought this to 
have been a hard-fought campaign. It was not and, in regard to 
the issues that fall within the mandate of this position, I imagine 
my opponent and I would be agreed on most positions. I do hope 
to be able to give all members the service that you might expect 
of either candidate. Once again, thank you for your vote of 
confidence. 



-Ian McAskill 
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FSA Christmas dance 



Annual Christmas Dinner & Dance 
Heritage Valley Resort, 
Abbotsford 

Come join us at the Heritage Valley Resort 
for an "Enchanting" beginning to your 
Holiday Season ! 

Saturday, December 13, 2003 

Cocktails at 6:00 pm 

Buffet Dinner at 7:00 pm 

Dinner will be followed by 
dancing to the music of the Rude Boyz 

Door prizes, Dancing, Fun and more! 

Tickets are $25.00 per person 

To purchase tickets 
please contact: 

Faculty Reception in Abbotsford 
Faculty Reception in Mission 
Bertha Dewan in Chilliwack 
Virginia Mi n naharriett in Hope 

This is your chance to begin the holiday 
by celebrating with 
your UCFV family and friends! 


Nov. /D ec. 2003 


The FSA Executive for 2003/2004: 

CHILLIWACK OFFICE LOCAL: 

2498 

ABBOTSFORD OFFICE LOCALS: 4530, 

4475 

President 

. TIM COOPER 
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